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Abstract: Survival of family-owned businesses is dependent on a mix of organizational variables 
irrespective of the type, size and composition of such organizations. A large proportion of family 
businesses tend to focus more attention on profits than productivity without achieving balance. 
Family businesses among others collapse for poor management of variables. The study objective is 
to determine the relationship between employee knowledge of task performance and productivity for 
the survival of family business. The study incorporated a survey of 20 family-owned businesses 
where data were obtained. A correlation and regression test was conducted which showed a 
statistically significant correlation between employee knowledge of task performance and 
productivity. It was found that managers and family business owners have  responsibility to keep 
abreast of knowledge of work practices. In conclusion, survival of family business depends 
essentially on productivity which is tied to employee’s knowledge of how the job is performed. 
Application of motivation and training to employees in family businesses is recommended to boost 
productivity and longevity. The limitation of this study provides impetus for future studies on family 
business in other sectors of the economy with additional hypotheses and robust tools of analysis. 
Similarly, the study may be replicated in the educational sector which is growing in terms of 
establishment. 
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  Introduction 
Based on the fact that human individuals 
are designed to be active, an internal 
desire propels them to participate in 
economic activities for productive gains. 
Corporate business organizations, 
irrespective of their nature, provide a 
platform for the human instinct to 
express its entrepreneurial initiative. 
Business is synonymous with 
organization. Business is not only 
viewed as an entity that yields returns, it 
is also a service designed to solve 
problems, meet needs as well as improve 
standard of human life (Arua & 
Meretingha, 2019). Societies have 
supplied corporate business 
organizations with labour for the 
production of goods and services, and to 
generate earnings.  Corporate 
organizations have also continually acted 
as socio-economic change catalysts. 
Business has also become a critical factor 
for socio-economic development and 
growth. However, innovations in  
technology, which are products of 
corporate business organizations, tend to 
have changed the pattern, trends and 
culture of buying and selling.  
 
Currently,  corporate organizations 
implicitly assume the status of social 
institutions, making them the melting 
point of individuals with diverse 
backgrounds, but bound by common 
corporate objectives for pursuit. Several 
authors have advanced the view that 
corporate business organizations  are 
principally profit-focused (Haag 
&Collins, 2016).  Profit is not 
fundamentally the raison d’etre of 
corporate business enterprises.  Profit is 
merely the outcome and not the reason, 
for business actions (Gatvin, 2019). The 
philosophy of rewards assumes that when 
corporate organizations engage in 
economic risks, it is expected that they 
anticipate a reward, which is the profit 
motive. 
From another perspective, it is by means 
of  profit that corporate business entities 
survive, especially when the risks are 
huge (Bailey, 2016). Operational 
continuity of any corporate business 
demands incentives, which are akin to 
financial motivation or  profits.  
Perceptibly, a corporate business entity 
ploughs back a proportion or all of its 
profits. Consequently, a business can 
sustain its survival by means of profit-
making (Little, 2016). Another dimension 
to understanding the engagement of 
corporate business organizations is their 
development of, and penetration into new 
markets.     Markets generate awareness 
and expose prospective buyers as well as 
regular customers to a variety of products. 
In developing nations where 
unemployment is predominant, the 
government attempts to create a business-
friendly environment for better 
productive engagement. Consequently, 
establishment of economic activities is 
part of the solution to unemployment.  
Different businesses exist in current 
economic dispensation and notable 
among them is the family-owned 
business. It is gradually becoming a 
dominant in proportion. Knowledge has 
become an increasingly important factor 
in competitiveness (Adelekan, Erigbe, 
Ojo & Toriola, 2019). The ultimate 
objective or goal of owners of family 
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from the assertion that profit is the major 
objective among others. In whatever line 
of business a corporate organization may 
be engaged, knowledge of task 
performance by employees is critical to 
efficient service delivery, product quality 
and customer satisfaction (Kotler & 
Armstrong, 2017).  Increased knowledge 
of task performed improves employee’s 
efficiency and productive capacity 
(Erigbe & Ilori, 2016). The life span of 
corporate business organizations is 
usually under threat. For many family-
owned businesses in developing 
countries, productivity and business 
survival are contentious.  
Productivity is thus a core necessity, but 
it is employee performance-dependent 
among other equally important variables.  
Loose grip and grasp of employees’ 
knowledge of task performance by 
family business representatives tend to 
have implications for overall business 
productivity.  Weak performance and 
productivity lapses are traceable to 
inadequate knowledge of task among 
employees in organizations lack of 
consistent performance review is evident 
(Lockson, 2018). With reference to 
family-owned businesses in Nigeria, 
significant research is yet to be focused 
on employee knowledge of task. In 
family-owned business, much attention 
to the profit objective tends to de-
emphasize the critical element of 
knowledge of task among employees. In 
essence, this is a gap. In other words, 
there is a gap in knowledge of task. This 
is the problem for investigation engaged 
in this study, hence the objective of this 
study is the effect of employee task 
performance knowledge on productivity 
attainment, as an innovation for family 
owned business survival in Nigeria. The 
rest of the paper is as follows: Section 2 
presents relevant literature on which the 
study is based. Methodology is 
highlighted in section 3. Section 4 
presents analysis and results while section 
5 is the discussion. Section 6 provides 
recommendations and conclusion. 
 
2. Literature Review  
 Productivity and knowledge of task 
performance are important for the 
continued existence and operation of any 
corporate business organization. For the 
organization, productivity is a target 
while for employees, good knowledge of 
how to perform tasks assigned is essential 
not only for the attainment of corporate 
targets but for their continued retention as 
relevant members of the organization. 
Theoretically, both concepts may be 
approached from different perspectives. 
The behaviourist theory suffices because 
of its characteristic feature of four key 
elements namely: drive; stimulus; 
response and reinforcement (Cain, 2017). 
The behaviourist theory has been 
popularized through the contribution of I. 
Pavlov, E. L. Thorndike and B. F. Skinner 
(Oliver, 2014). 
For improved performance and higher 
productivity, employees are exposed to 
relevant training (Atiba, 2019). Training 
thus enables them to acquire knowledge 
of job performance and components of the 
job. However, the interplay of drive, 
stimulus, response and reinforcement 
determines the extent of knowledge that 
employees may acquire in the process. 
Where an individual demonstrates the 
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knowledge, instruction, practice and 
experience, all combine to develop the 
necessary level of job performance. 
In addition, the classical theory, which is 
substantially attributed to Frederick 
Taylor and Henri Fayol, in the first early 
instance before the emergence of other 
proponents, emphasizes purpose among 
others (Mullins, 2007). One of the major 
purposes of organizations is the 
attainment of productivity target. 
Generally, knowledge from a systematic 
learning scenario is acknowledged to 
boost productivity and work 
performance (Gerald and Cozin, 2015). 
Knowledge of task performance is tied to 
regular learning and improvement on the 
job. Most corporate organizations 
emphasize the significance of work 
knowledge and have set up structures for 
learning programmes to enable them 
align employees’ on the job training with 
strategic business needs (Mullins, 2016). 
Renewed knowledge of tasks translates 
to competitive edge and innovative 
actions for both employees and the 
organization in which they work.   
Zhou and Brown (2017) distinguish 
explicit and tacit knowledge asserting 
that while the former is systematic, 
transferable, quantifiable and recordable, 
the latter is inarticulate and suggestive of 
innate understanding. While explicit 
knowledge represents knowledge gained 
from learning or studies in a systematic 
order, tacit knowledge is characterized 
by innate understanding gained from 
observation, experience or exposure to 
practical occurrence without necessarily 
having contact with formal 
documentation of such knowledge 
(Kendra, 2017; Lemisiou, 2018). The 
theory of cognitive development 
expounded by Jean Piaget accommodates 
these elements and the process of 
knowledge acquisition (Santrock, 2018). 
Thomas & König (2018) provide  anchor 
for self-learning and memory-bias. 
According to them,  information about 
previous task performance is useful in the 
prediction of duration of  task. 
Nonetheless, significance of knowledge 
suggests adopting knowledge 
management approach to leverage the 
potential for improved efficiency, greater 
productivity and ultimate profit target 
attainment. Knowledge of task 
performance in the organization may 
dwindle or disappear altogether due to 
loss of experienced employees to attrition, 
mobility or retirement (Santrock, 2018). 
This phenomenon may be checked 
systematically when there is articulate 
structured arrangement for knowledge 
management by means of regular training 
and transfer of requisite task knowledge 
to employees perceived competent to 
handle such tasks after demonstrating 
such competence (Imoluamen, 2020; 
Mullins, 2016). 
Improvement in task performance is 
recorded inevitably provided employees 
apply psychological consciousness to 
process of task performance. However, 
this effort only becomes effective when 
organizations motivate knowledge 
sharing by those who possess the 
experience (Majuri, Koivisto & Hamari, 
2018). An approach to this scheme is the 
adoption of community of practice 
advocated by several scholars 
(Imoluamen, 2020; Trines, 2018) 
Community of practice is built on the 
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sharing (Williams  Lowman, 2018) 
Community adds value and spice to the 
process of production and saves a single 
individual the risk of fatigue and routine 
boredom. Community in itself is a 
culture,  descriptive of varieties,  and acts 
as a platform for the cross fertilization of 
ideas. It has been observed that 
personality traits differ significantly 
from individual to individual. In a 
community, different personality traits 
converge, and this becomes an 
experiment in creativity. Since no single 
individual is a complete repository of all 
knowledge, sharing is a phenomenal 
benefit from the convergence of 
community. A community presents 
members with opportunities to learn and 
to access new things, identifying with a 
common dream and drive towards a 
vision. 
 
Formation of community in a workplace 
environment is a significant platform for 
interest sharing. Common interest is 
promoted through collaboration, 
partnership, sharing of views and 
building a virtual structure that seeks to 
connect all those who are identified with 
the same interest. Lack of access to 
education by majority of those who 
demand tertiary education opens a gap 
that can be filled with online or e-
learning facilities. This inevitably creates 
the impetus for a community. Education 
provides capacity for production 
efficiency, and is the platform for 
entrepreneurial prospects. Appropriate 
education equips the labor force and 
could tackle the problem of 
unemployment, if well designed 
(Research Council of Norway, 2020). 
The relatively low cost of online 
education equally makes it attractive, 
given that it connects those in the most 
remote areas. But the issue is that certain 
areas of poor countries may not have the 
infrastructure that enables connectivity. 
Application of theories to issues tends to 
clarify the mystery or difficulty 
surrounding such issues around work 
knowledge.  Theories of learning 
facilitate insight into, and enhance 
understanding of the process of learning, 
behavior of learners, environment of 
learning and educators. Theories of 
learning shed more light on the process, 
complexity of learning, taking into 
cognizance environmental peculiarities, 
individual preferences and styles of 
learning (Dichev & Dicheva, 2017). 
Significantly, they broaden the 
understanding of learning in different 
subject environments. Theories of 
learning are relied upon by researchers to 
form the theoretical framework of how 
individuals learn. An understanding of 
how individuals acquire knowledge, 
skills, attitudes, perception capacity and 
values can be traced to the application of 
theories of learning (Jenkins et al, 2018).  
Knowledge of task performance is 
currently driven by technologies designed 
for efficient and productive performance 
of tasks. Technology has been projected 
as a key enabler of work knowledge 
sharing by means of collaborative 
information technology applications 
(Anderson, 2017). Proactive 
organizations, in the light of advancement 
in technology strategically seek alignment 
of employee knowledge with business 
needs, all of which is encapsulated in the 
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within organizational setting. 
 
3. Methodology   
     
    The oil and gas 
sector in Nigeria is prominent and 
attractive to both local and foreign 
investors. It has equally generated a 
number of ancillary businesses, owing to 
the huge number of petroleum and 
petrochemical products that emerge from 
the sector. It is therefore evident that the 
sector would attract researchers’ interest.  
Survey design was adopted to execute 
the process of data collection. A survey 
of the sector was conducted and twenty 
(20) family-owned business 
organizations were selected on the basis 
of their indigenous nature and local 
content policy adherence. A Likert-
characteristic questionnaire was 
designed to generate primary data from 
respondents who were randomly selected 
among employees of the targeted firms. 
With a Cronbach alpha value of 0.75, the 
reliability of the questionnaire was 
justified.  Selected firms were unwilling 
to supply secondary data for classified 
reasons. However, proxy agents were 
engaged to administer the research 
questionnaire. The two variables in the 
research hypotheses were subjected to 
regression analysis to determine the 
extent of their correlation, if any.  
 
4.  Data Analysis and Results   
     
   Although organizational 
factors are numerous, some of which 
intervene in employee performance and 
work productivity, attention was given 
specifically to employee knowledge of 
task performance and productivity. The 
following hypothesis was tested, having 
obtained data by means of research 
questionnaire and selective interview:  
Ho: There is no significant relationship 
between employee knowledge of task 
performance and productivity in family-





Table 1.1: Test of Correlation 
Construct Association  R T A p-value Significant 
Yes/No 
Hypothesis 
Employees’ Knowledge of 
Task  Performance and 
Productivity 
0.321 7.554 0.05 0.000 Yes Reject H0 
R=Correlation Coefficient 
t=Calculated t-value of the Correlation coefficient 
 
From table 1.1, given the p-Value of 
0.000 we reject the null hypothesis at 5% 
level of significance and thus conclude 
that there is significant relationship 
between employees’ knowledge of task 
performance and productivity in family-
owned businesses. Furthermore,  panel 
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test the relationship between the two 
variables as captured in the hypothesis. 
The statistical characteristics of the 
relationship are reflected below. 
PR = 15.844 + 0.258 KTP 
S.E. (0.664)   (0.034) 
t       23.850     7.554 
R2 = 0.103       DW = 1.698 
 
Panel regression result above shows that 
employee’s knowledge of task has a 
significant [1/2(0.258) =0.129 S.E. 
(0.258) =0.034] increasing relationship 
with productivity.  Relatively, increase in 
knowledge of task leads to increase in 
productivity, all other things being equal. 
Most of the respondents who were 
interviewed asserted that knowledge of 
the tasks involved in their work is 
gathered through company-sponsored 
training and seminars, which have 
contributed immensely to productivity 
attainment in their respective 
organizations. 
The regression results of the tested 
hypothesis show that a statistically 
significant and positive relationship 
exists between employee knowledge of 
task performance and productivity in 
family-owned businesses in the sector 
under consideration. The strong positive 
correlation suggests that knowledge of a 
job and how it is performed is not only a 
critical input in the productivity process,  
 
 
but largely determines whether or not 
productivity targets will be attained 
(Starrit, 2017). Although Calvin’s (2018) 
findings indicate that productivity 
correlates with other input variables. 
However, the strength of such 
relationships is neither constant nor 
strongly reliable. This study corroborates 
Arua and Meretingha’s study (2019) 
which has reported that productivity is 
what keeps business organizations in 
continued existence. Consequently, the 
positive correlation between employee 
knowledge of task performance and 
productivity further suggests that 
managers and  family business  owners 
need to keep employees abreast of new 
knowledge of work practices through  
employee development programmes and  
other training options. In the same vein,  
Haddin and Muspital (2020) have 
reported evidence of the effectiveness of 
training in providing employees with 
improved knowledge that facilitates 
productivity attainment. 
 
5. Discussion    
      
There are several studies on family-
owned businesses, most of which adopted 
different scientific approaches.  
Lockson’s (2018) study, using panel data 
under multiple regression analysis proved 
that productivity is a significant function 
of task knowledge and motivation, but the 
study was restricted to the public health 
care sector. The result is viewed as 
consistent with the result obtained in the 
present study, although the tools of 
analysis are different. However, evidence 
of the impact of knowledge of task is 
sufficient  
 
to acknowledge the significance of 
knowledge of task. Another study is a 
comparative analysis of family-owned 
businesses and non-family-owned 
businesses in which Atkinson (2012) 
avers that the conceptual underpinning of 
family-owned business is the 
management control exercised by 
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of pursuing the vision of the business as 
driven by members of the family, and 
having the goal of sustaining the business 
through family generations.  
Establishing the operational concept of 
family-owned business is a universal 
challenge. Definitions given by most 
researchers in relation to  ownership, 
control, management and trans-
generational succession are not in  
consonance. For instance, Brigge (2018) 
asserts that a business is family-owned 
where two or more members of the same 
family work directly, and where also two 
or more members of a family are involved 
but do not directly participate in the daily 
administration or management of the 
business. 
Arua and Meretingha (2019) in another 
study found that prompt remuneration is 
statistically significant and correlates 
positively with productivity.  But the 
study was restricted to steel workers in 
Eastern Asia, and outside the purview of 
family-owned business. The point of 
convergence, however is the critical 
importance of productivity. Kissenberger 
(2015) is of the view that family-owned 
business is in operation where major 
ownership or control lies within a single 
family. It is acknowledged that there are 
varying levels of interests of family 
members in family-owned businesses.  
 
Researchers have established that family-
owned businesses are essentially family-
influenced and directed irrespective of 
whether professional managers are hired 
from outside or not. From a conceptual 
review, Amah (2015) posits that family-
owned business is two-fold in concept. In 
the first instance, it is any business where 
the owner or founder is directly involved 
in the day-to-day running of the business 
and expects the business to stay within 
the family, with the prospect of 
introducing another family member in 
future. Another strand of the concept 
reflects businesses where several age 
groups of the family are involved in the 
daily running of the business. 
In another study by Straus (2016) on 
family influence on family-owned  
business, the focus was on the behavior of 
three principal factors: power; experience 
and culture. Power is codified as family 
control nuances through the participation 
of members in ownership, management 
and governance of the business. On the 
other hand, experience is ascribed as the 
level of commitment of family members 
to the business. But, the third factor is the 
culture of the family, which introduces 
certain values to the business. A number 
of researchers (Ajayi, 2014; Gheim, 
2016) do not accept family involvement 
as a parameter for categorizing  family 
business. 
Family-owned businesses are either 
partly or fully owned. Cooper and 
Blatanyer (2015) have argued that 
categorizing a business as family-owned 
or non-family-owned is a decision for the 
business owner, considering the  
 
nature of business ownership. Wood 
(2015) corroborates Cooper and 
Blatanyer (2015) and affirms further that 
determining whether a business is family-
owned or not is an issue of perception. 
Studies (Falknar, 2016) have also been 
conducted to differentiate the features of 
both family-owned business and non-
family-owned business. Results reveal 
that there is hardly any significant 
dissimilarity when family-owned 
businesses are compared with non-
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used these parameters: strategic 
orientation; debt financing; firm growth 
and financial performance. 
Empirical literature on family-owned 
businesses is replete with a mix of 
different approaches since researchers set 
out with different objectives. Whaleson 
(2016) examined the impact of emotional 
functioning process in family-owned 
businesses, using panel data and found 
that the emotion of family business 
owners have a significant positive impact 
on productivity among non-family 
members, working as employees. This is 
valid because of the presence of many 
interacting parties overtime. Differences 
in the methodology used in studying 
family-owned businesses have also been 
observed as elements of divergence and 
inconsistency. Such methods are 
characterized by inherent weaknesses, 
lacking robustness. 
Furthermore, Darman (2017) conducted a 
comparative study of family-owned 
businesses and non-family-owned 
businesses which involved 47 
organizations. Objective of the study was 
to determine the differences  
 
between challenges of family-owned 
businesses where many family members 
operate as employees, and family-owned 
businesses where few family members 
operate as employees. One of the findings 
is that family-owned business with many  
members as exhibit growth prospects 
than family-owned businesses with  few 
family members working as employees. 
Studies (Darman, 2017; Cooper and 
Blatanyer, 2015)  have shown that family 
businesses exhibit distinct features which 
are influenced by  ownership, 
governance, succession, control, 
organizational culture and values that 
distinguish them from non-family 
businesses. Other studies (Onyeako, 
2014) conclude that these features 
promote and produce organizations that 
increase moral and ethical values thus 
deepening corporate governance and 
productivity. 
 
6.  Conclusion and Recommendations 
       
In conclusion, a test of the variables 
revealed a significant relationship 
between employee knowledge of task 
performance and productivity. It 
therefore shows proof that increase in 
knowledge of task leads to increase in 
productivity, all other things being equal. 
Also, knowledge related to task is 
obtained by employees from training and 
seminars to drive productivity. It is 
evident from the study that amount of 
knowledge of task determines the extent 
to which productivity target can be 
attained. The survival of corporate 
business organizations including family-
owned businesses is contingent upon the  
 
interplay of a number of organizational 
variables. Particularly notable are 
productivity and employee knowledge of 
task performance. Nonetheless, 
productivity is viewed as the principal 
dependent variable, and a major focus of 
business owners. Productivity does not 
just emerge; it is a function of several 
other variables and factors.  The above 
management style may explain in part the 
observed correlation between variables 
Business owners monitor their businesses 
closely and strive rigidly to maximize 
returns. They put in place a mechanism 
which ensures that employees attain set 
productivity targets to merit their pay in 
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Employee’s knowledge of how a job is to 
be performed essentially determines, 
among other factors, the extent to which 
productivity is attained. 
Recommendations are needful to address 
circumstances in corporate organizations. 
Since some family-owned business firms 
encounter productivity problems, studies 
of this nature could provide insight into 
ways of improvement. In the light of 
findings, it is recommended that owners 
of family businesses assist employees to 
keep abreast of fresh knowledge and 
ethics of work performance practices in a 
changing economic environment. It is 
also imperative to conduct regular 
employee training since it helps to 
improve skills as well as offer insight into 
new work methods. As a tool, training 
facilitates the attainment of work 
efficiency and productivity. By means of 
training, appropriate coaching and good 
mentoring, employees are able  
 
to develop positive work attitudes. On the 
other hand, engagement of professionally 
qualified human resource experts as 
managers is sine qua non. Furthermore, 
invitation of human resource consultants 
to handle training programmes should be 
given adequate consideration.   
Motivation is a critical element in the 
management of employees irrespective of 
the type and structure of organization. 
Motivation spurs productivity when it is 
appropriately applied. Owners of family 
businesses, and managers employed to 
run them, need to apply motivational 
techniques as deemed appropriate, 
depending on situational circumstances.  
There are prospects for future studies on 
family-owned business, considering the 
dynamics of its operation. Family-owned 
businesses are spread across other sectors 
of the economy. Future studies may be 
extended businesses operating in the 
educational sector which has attracted a 
measure of growth in terms of 
establishment. However, this study may 
be further replicated with the 
incorporation of additional hypotheses 
and other robust tools of analysis. 
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